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The University of Southern Mississippi 
Civil Rights Act of 1964 | Law was signed by Lyndon B. 
Johnson and created to eliminate discrimination for five 
specific protected clsses:  race, color, sex, religion, and 
national origin. 
Title VII | Section 703 (a) expressed that employers could 
not refuse to hire or discharge, or otherwise to discriminate 
against, any individual with respect to his/her compensation, 
terms, conditions or privileges of employment based on five 
protected classes (National Archives and Records 
Administration, 1985).   
Title IX | Law protects students and their rights in an 
educational setting against sexual harassment. 
The Equal Employment Opportunity Commission 
(EEOC) | It was implemented to govern and protect against 
discrimination.   






Barbara J. Henson v. City of Dundee, 682 F.2d 897 (1982). 
Issue | Female employee filed a sexual harassment 
complaint against police chief or supervisor.  The city 
manager did not follow-up with the allegation, and this led to 
her resignation.  
Holding | District Court ruled in favor of the City of Dundee 
saying there were no violation of Title VII.   
Rationale | Courts found that no other employee, male or 
female, was promoted or sent for extra training.  They also 
found that the resignation was due to another officer being 
forced to resign not because she refused sexual relations 
with the police chief. 
Regarding Higher Education | Sexual harassment can 
cause hostility in the work place and violate Title VII.  Case 
also stated three elements of hostile work environment 1) 
plaintiff belongs to protected group; 2) was subject to 
unwelcomed sexual content; and 3) proof of discrimination 
based on plaintiff’s particular sex. 
 
Meritor Savings Bank, FSB v. Vinson et al, 477 U.S. 57 
(1986). 
Issue | Vinson claimed she had unwelcomed sexual relations 
with manager because she feared loosing her job. 
Holding | U.S. Supreme Court ruled that a hostile work 
environment was not found.  However, they affirmed the 
Court of Appeals decision finding the employer liable for 
harassment. 
Rationale | Because the bank’s appropriate channel to 
complain was to inform the direct supervisor, the court 
understood why the plaintiff would not report the alleged 
misconduct.   
Regarding Higher Education | Provocative dress or speech 
is irrelevant as a matter of law in determining whether a 
plaintiff found sexual advances unwelcoming. 
 
Burlington Industries, Inc. v. Ellerth, 524 U.S. 742 (1998). 
Issue | Ellerth quit her job and filed suit against her employer 
based on a violation of her Title VII rights from inappropriate 
comments and obscene expressions. 
Holding | The U.S. Supreme Court deemed it a hostile work 
environment more so than quid pro quo and violated Title VII. 
Rationale | Courts said it was not quid pro quo because the 
plaintiff did not submit to sexual acts and did not suffer 
tangible effects.   
Regarding Higher Education | Appropriate channels for 
reporting misconduct should be known to all employees. 
They will be held responsible if found negligent in permitting 
the conduct to occur.  
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Alexander v. Yale University, 631 F.2d 178 (1980).  
Issue | Female students were allegedly promised high grades in 
exchange for sexual favors and emotional humiliation.   
Holding | District Court dismissed all claims and decided in favor of 
Yale University.  However, courts affirmed the types of claims were 
appropriate justifications of Title IX.  These actions could deprive 
students of educational benefits which may lead to significant injury.   
Rationale | Students did not have proof or incidents, and the alleged 
misconduct fell under the “time element of standing”.   
Regarding Higher Education | Courts ensured that an explanation 
was in place to report complaints of sexual harassment. 
 
Annabelle Lipsett v. University of Puerto Rico, et al., 864 F.2s 881 
(1988). 
Issue | Female resident at a university hospital expressed bias 
treatment and attitudes towards the men trainees.  She also claimed 
superior residents asked for sexual relations in order to get through 
the program.  Lipsett was dismissed from the program and appeal 
letters for readmission were denied. 
Holding | Court of Appeals overturned District Court decision saying 
Lipsett’s Title VIII and Title IX rights were violated. 
Rationale | There was sufficient evidence of a hostile work 
environment .  It agreed that the supervising faculty failed to 
investigate her complaints and could result in gross negligence. 
Regarding Higher Education | Even if faculty and staff do not know 
about complaints, an educational institution is liable for any 
misconduct performed by a supervisor and can be held accountable 
for harassment. 
 
Dean Cohen v. San Bernardino Valley College, 92 F.3d 968 (1996). 
Issue | A tenured professor filed suit against the college because of 
punishment due to classroom content. The college grievance hearing 
ruled that Cohen created a hostile learning environment and forced 
him to provide explanation of course content, attend a sexual 
harassment seminar and modify teaching strategy. 
Holding | Court of Appeals reversed the District Court’s ruling and 
removed disciplinary action from file and grated financial recovery for 
professor’s loss. 
Rationale | Courts said that neither the Supreme Court nor the Circuit 
had determined how the scope of First Amendment protection is to be 
given to a public college professor’s classroom speech. 
Regarding Higher Education | Institutional policies should not be 
unclear and vague. If so, punishment may be hard to implement. 
1) Information regarding sexual harassment and policies 
should be accessible for all students, staff , and faculty. 
2) Policies should be clear and explain punishment for 
conduct. 
3) Policies should be published in multiple avenues of 
communication including the website, university 
handbook, and campus newspapers. 
4) Formal training should be offered for any person holding 
   a supervisory role at the institution. 
ADDITIONAL RESOURCES 
What is it? | When a supervisor or employer is responsible 
for any sex discrimination that allows unwelcome sexual 
advances or any other sexual activities to interfere with an 
individual's employment or education. It can be verbal, 
physical,  or visual (Bell, 2011). 
Elements | 1) defines the victim; 2) defines the harasser; 
and 3) how or when the sexual action occurs (EEOC, 2009). 
Types | 1) quid pro quo or the exchange of sexual favors in 
return or to refrain from something and 2) hostile work 
environment or atmosphere that is abusive (EEOC, 2009). 
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